The paper aims to examine the development of modern innovative management methods and practices such as Holacracy, Obliquity, Adhocracy and Sociocracy, which are novelty in the Management science and practice. The study illustrates contingency approaches in designing, managing and developing agile companies from wide varieties of industries. The paper sheds light on contemporary methods in organizing, planning and setting goals of companies in a post-knowledge era. It is like an operating system for business that requires the installation of different applications as applications for hiring employees, for setting salaries, for planning or logistics. In the paper, literature review on management innovations is conducted and subsequently statistical operationalization through STATA software has been employed to examine how particular organizations design and set up their organizational structures such as lean, agile or scrum. Paper results show that smaller companies are more agile and they tend to acquire Holacratic Management models thanks to the fact that self-managing teams exist internally and their organizational structures are flatter and more adaptive in comparison to the multinational corporations. Consequently, the paper concludes with suggestions on innovative management implementations for future development of companies and emphasizes the need for further research on what is the impact of Holacracy and Obliquity on shaping the organizational culture of companies.
INTRODUCTION
In recent decades, the concept of the business environment in its broad sense has been radically changed. The globalization processes in the economy and the associated process of deregulation have led to the fact that the traditional foundations of the firm's benefits, such as privileged or unique access to financial capital, labor, land or markets, have declined in importance. In their place, a firm's ability to build, hone, upgrade, leverage, and extend specialized productive knowledge -so-called capabilities or competencies -is increasingly viewed as important, particularly those dynamic capabilities that allow a firm to modify its existing routines, procedures, or capabilities. The emerging organizational paradigm involves complementary changes in multiple dimensions. Recent research has shown that traditional management approaches are inadequate to cope with a hypercompetitive and fast changing environment (Rishipal, 2014) . Each organization, which is willing to sustain in today's constantly changing competitive environment, must continuously seek for ways to improve its operations. In such a situation, it is necessary to focus on the rational use of all resources at the disposal of the company. Therefore, it is not imperial those firms that are largest or have the most resources that do best, but rather those that are smartest, see new opportunities, and develop new ways of doing business (Foss et al., 2012 ).
LITERATURE REVIEW

Management innovations
Given that economies and organizations are becoming more and more complex, the environment is changing faster, and the acceptable response time is diminishing, the old management structures simply are not able to cope with changes and development. New methods and management systems require a complex, rapidly developing, virtual business environment of the present day. As economies and organizations are increasingly becoming complex, environment is changing more rapidly, and acceptable response time is diminishing, the old management structures are simply failing to cope with changes and development. The process that Darwin once referred to as "adaption to change" is very similar to a process, which is, in the context of rivalry between companies, considered as management innovation (Foss, 2012) . Management innovation is about finding new, smarter, and more efficient ways of organizing activities in firms. Often, changes in the firm's environment, such as the introduction of new technologies or consumer trends, create opportunities for management innovation. In general, the most successful firms will be those that discover and seize new opportunities and then succeed in turning them into management innovations. This paper aims to examine the development of recent innovative management methods and practices and to address the structure of modern organizations in the context of a fundamental change in organizational structure. In the paper, various core benefits of innovative organization management are discussed and compared with other types of organizational structures. The importance of innovation and differences in management practices for organizational effectiveness is widely accepted (Velinov & Denisov, 2017) . Some research indicates that establishments in better managed firms are significantly less energy intensive and there is a positive correlation between increased quality of management and total-factor productivity (Bloom, Genakos, Martin, & Sadun, 2010) . Therefore, the paper firstly provides the results of the research on different approaches and implementations of management innovations (such as methods which are denoted as Obliquity, Adhocracy, Sociocracy, self-management, etc.) in international organizations, including world practices and various techniques as examples.
Holacracy, sociocracy and adhocracy
The paper aims to aggregate practices of different companies of implementing recently emerged organizational framework called Holacracy, sociocracy and adhocracy as well as scientific literature studying this topic, to analyze them and to study the process of framework implementation, companies performance, to examine the positive and negative elements of this organizational structure, the problems arising along the implementation, and to ascertain why companies leave the structure (Gouveia, 2016). So, consequently, the study tries to draw a conclusion what is Holacracy, how it should be implemented, in which conditions (industries and optimal size of companies) it is best to be implemented (Schwaber, 2015) . The study aims to aggregate practices of different companies, find common issues faced, and answer the following questions: What are the industries in which companies are expected to succeed with the current organizational structure? What is the optimal size of the company for this organizational structure? What are the most common problems companies face while implementing or practicing modern approaches in management?
METHODOLOGY
We have employed quantitative statistical models in order to critically examine previous research and answer the research questions stated by this paper, whereas we collected secondary data on the practices of 97 companies worldwide. The list of companies has been extracted from 'Structure and Process-Organizational Development' website (last updated June 14, 2017), along with the information about the industry, number of employees, years since foundation and Holacracy adoption.
The paper aims at investigating information on modern approaches of organizing across global companies, whereas the data have been collected based on previous research, books, articles, company reports, blogs, websites, or the case studies provided by companies themselves, advisory firms or consultants in management science and practices. Recent studies have found that it is difficult to find information about what time of organizational structure companies use unless they disclose this information on their websites or reports (Velinov & Denisov, 2017) . Moreover, the interest in a new organizational structure has rapidly expanded in last few years as the common problem the companies nowadays face is that if they decide to implement Holacracy (Georges, 2017). There is no structured analysis of practices and cases, so new adopters have to spend many hours looking for answers and examples (Knopka Company, 2014).
The findings of all relevant, high-quality individual studies addressing one or more research questions in form of scientific papers, books and articles as well as blogs and different conferences' notes, presentations and interviews with founders and CEOs of companies have been analyzed. The fundamental question in the field of strategic management is "Why are some firms successful -perhaps continually -while others are not?" (Foss, 2012) . In this regard, the paper argues that more attention should be given to the role of organizational design and management processes to understand corporate success (Van De Kamp, 2014). The search for corporate success serves as the basis for organizational strategy. It is equivalent to the search for competitive advantage -the potential to earn above-average returns. In the management literature there is emerging discussion on the phenomena called "management innovations" (Birkinshaw, Hamel, & Mol, 2015) . In various management studies, there is a big discussion that academics and practitioners alike have emphasized innovations in products, services and processes but they have paid much less attention to management innovations as for example approaches in reorganizing and redesigning companies (Laloux, 2015) .
Therefore, the purpose of our research is to consider sources of financial success and competitive advantages that, although not completely absent in strategic management, are based on the process of organization and management. 
RESULTS
Based on the statistical operationalization of 97 companies which practice Holacracy, we can observe the following results. Table 2 shows the distribution of companies who applied Holacracy by number of employees, majority -more than 87 per cent are SME (small and medium sized enterprises with less than 250 employees -if Eurostat categorization is applied): among them there are 22.73% of micro enterprises and 45.45% -small companies. Notes: N = 97, missing values 1 = 11, missing values 2 = 53.
Holacracy by industry
Holacracy by size of a company
CONCLUSION AND RECOMMENDATIONS
The paper suggests that modern approaches in organizing such as Holacracy will work on a long-term basis, and the negative effects will be minimized if it is a micro or small-sized company (2-50 employees) whose internal informal and ad hoc communication is not capable to catch up with the growth of the organization. The ideal company is a young company with dynamic culture and self-driven employees who love their work, believe that their job has a better purpose (such as eco-productions, training/ coaching, or social or civic organizations) or it is a modern creative industry such as IT, software development or digital marketing and advertisement. Collective Wisdom defined by Birkinshaw is crucial for the company using Holacracy. And it is important to note that Holacracy is a good feature which is possible to implement in one team or smaller department which needs more agile approach or it can be a good experiment to test if Holacracy is suitable for your company. After all, we could add that the management model should be a conscious choice to suit the task at hand and the challenges you face and to enhance company distinctiveness.
In conclusion, we can state that no matter if Holacracy is chosen as an "operational system" or not, any of Management Innovation modern practices mentioned in this paper is worth noticing, since as once, supporting field of strategic management and organizational studies, which is called complexity theory, Apello in his book "Management 3.0" noticed: "Complexity thinking adds a new dimension to our existing vocabulary. It makes us realize that we should see our organizations as living systems, not as machines" (Apello, 2011). In other words, we would like our companies not just to work as mechanism which is ready to break due to a smallest mistake, but we want it to live, to be able to respond to changing environment and unpredictable problems. This can be compared to Machine Learning: we want our mechanism/company to work well, and if there is an unexpected problem it should not stop as any mechanical soulless creation would do, but solve the problem by itself by learning, changing, and adjusting.
At the same time, the old-school of management, the one we got used to and the one which in many cases we do not want to change, is the biggest obstacle to the adoption of flexible and learning structures around the world. In the future, it would be interesting to investigate what is the impact of Holacracy and Obliquity on organizational culture and organizational behavior across different companies and how these two management phenomena will evolve in the future across variety of industries. 
